budgeting, and planning-together, the kinds of activities that make organizations everywhere more effective.
This article examines a less frequently studied part of union life, namely, the extent to which unions are improving their internal administrative policies and practices. The article investigates how unions conducted their internal operations with respect to human resources, budgeting, and planning-together, the kinds of activities that make organizations everywhere more effective.
• strategic planning to assess the environment and set an overall course;
• the evaluation of programs to correct course and enhance desired results; and
• the management of human resources, such as recruiting and hiring qualified personnel, establishing policies and performance expectations, and rewarding employees to achieve maximum effectiveness.
In 1990 and 2000, two of the coauthors of this article asked U.S.-based national and international unions to complete surveys about their organization's administrative practices. In 2010, the authors of this article again asked these unions to complete a similar survey. The results of the 20-year study provide unusual insight into the internal operations of unions. This article reports the most substantial findings of the surveys regarding the budgeting, strategic planning, program evaluation, and human resource management practices in labor organizations.
Data collection
In 1990, questionnaires were mailed to all 110 American-based national and international unions. Of the 48 responses to the 1990 survey, 37 unions identified themselves. Membership of the 37 unions totaled 9.64 million, which represented 57.7 percent of that year's total membership in U.S. unions. 
Historical background
In the early 20th century, many labor unions were organized as loose-knit associations of working people with a staff of volunteers, most of whom lacked professional training in the management of organizational resources. Total n 48 94 (1) 46 81 (1) 36 72 (1) The results of the survey also indicate that an even greater increase occurred in the percentage of unions that employed a formal strategic planning process focusing on the future activities and work of the union. In 1990, only 40 percent of unions responding to the survey indicated that they had a planning process in place. In 2000, this figure increased to 67 percent. And in 2010, 70 percent reported that they engaged in strategic planning.
In addition, unions were asked whether they evaluated their programs and initiatives. The data indicate that they have been increasingly doing so. In 2010, 71 percent of unions responding to the survey indicated that they had such an evaluation process in place, up from 50 percent in 2000 and 22 percent in 1990. These percentages more than tripled over 20 years and illustrate the progress unions have made toward adopting a more systematic approach to organizational administration.
Management of human resources and hiring practices.
On average, over the last 20 years, unions have increasingly adopted more formal, systematic human resource policies. The survey asked respondents whether they maintained written policies in seven areas of human resource management: equal employment opportunity, discipline and discharge, hiring, performance appraisal, promotion, salary review, and training. Table 2 In written policies that respondent unions adopted, the human resource management areas that they most frequently addressed were equal opportunity/affirmative action, discipline and discharge, and hiring. In 2010, more than half of all reporting unions had formal policies on these topics for both headquarters and field staff. 
Discussion
The survey data suggest that unions are increasingly adopting more formal, systematic, and professional administrative practices. Interviews with union officials and observations by other researchers suggest that both external and internal pressures have caused American unions to seek ways to become more effective and efficient. 9 The primary impetus comes from shrinking resources in the midst of a difficult political and economic environment. 10 Historically, unionization has caused employers to accelerate their adoption of formal human resource practices. 11 Employers adopt these practices, in part, because unions can fairly point out to management how an absence of formal practices leads to inconsistent and unfair treatment of employees. Evidence suggests that staff unions (unions formed to represent the professional employees of unions) have grown across the labor movement (see table 2 ) and have placed pressure on labor organizations to standardize their human resource policies. 12 An additional factor possibly responsible for unions adopting more sophisticated and effective administrative practices is that, over time, the proportion of national union leaders and staff who have attended college, and even graduate school or law school, has grown. 13 As a result, more and more union leaders and administrators have been exposed, via higher and/or continuing education, to theories and principles of organizational management. This exposure increases the possibility that they will look outside their organizations for ideas about management and administration.
Conclusion
Using data from surveys conducted in 1990, 2000, and 2000, this article examines the internal administrative practices and policies of American unions. Specifically, the results indicate that, over the last 20 years, unions have increasingly adopted more formal and systematic human resource policies and practices, continued to turn to consultants to supplement their workforce, pursued more formal budgeting practices, and engaged more often in strategic planning and assessment. This study points to a need for future research to examine whether these advances in union administrative practices produce improved outcomes for unions. The documented experience of organizations in other sectors suggests that the use of modern management techniques can save unions money, help the individuals and departments conducting the programs of the union, reduce turnover, and encourage greater professionalism in all aspects of the organization. 14 In one relevant study, Delaney et al.
found that innovation in union administration leads to innovation in union strategy and practice. 15 Future research needs to explore the specific ways that improvements in internal administration lead to better overall union performance.
